Budget and Economic Status Committee Report #3

Notes from B&ES Committee Meeting on Nov. 26. 

In attendance: Gavin Townsend, Chair; Charlene Simmons, David Brodsky, Marcus Mauldin, Parthasarati Dileepan, Tom Buchannon, Phil Oldham. Guests included Dan Webb and Phillip Johnson from HR and Dick Greutzemacher from OPEIR.

Most of the meeting revolved around data gathered by Sibson Associates as compiled by Dan Webb and Richard Brown. This data was later refined into the attached PowerPoint file labeled “UTC Market Assessment Presentation_Dec 12, 2011 rev 2. pptx.” 

Our Peers

The University of Tennessee at Chattanooga no longer has a meaningful THEC peer group. Instead, with the agreement of all concerned (at least within the UT system), UTC will use the Southern Regional Education Board’s list of Four-Year Level 2 and 3 schools. For more about the criteria used to define the SREB categories, please see this: http
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The list of Level 3 schools includes 57 institutions as of 2009-10, including Tennessee Tech, MTSU, and ETSU. (The University of Memphis and the UTK are the only Level 1 schools in Tennessee.) Level 2 schools include our “aspirational” peers. There are no Level 2 schools in Tennessee, but those in other states include the University of Alabama at Huntsville, The University of North Carolina at Charlotte, Florida Atlantic and 13 others. (While Georgia Tech is also an SREB Level 2 school, the UT System disallowed this school from our peer group.) 

In addition to all SREB 2 and 3 schools, UTC will include for comparative purposes the “Huron Group” of sixteen schools. Many of these schools are already on the SREB 2 and 3 list. The purpose of the Huron Group is not yet clear, but adding those schools to the SREB 2 and 3 list, increases the total number of peer schools to 76. For a complete list of schools, please see the attached Excel file, courtesy of Dan Webb, entitled “SREB2+3 w Huron Peers.xlsx.”

Comparative Data

Sibson Consultants was hired by the UT System President DiPietro to evaluate employee salaries system-wide in comparison with peer groups designated for each campus. While raw data is supposed to be available, only aggregate data has been provided. 

Sibson found that tenure-track faculty at UTC were, as a whole, paid within the competitive range at 94% of market median. More specifically, 71% of us are paid between 85% and 115% of the median. Six percent are paid above the 115% level. More problematically, 24% of us are paid below the 85% level. The following illustration from Sibson, courtesy of Dan Webb, illustrates these levels across the ranks.
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The university administration suspect that lecturers and adjuncts are paid below the market median. Sibson provided no data on these positions, but data from CUPA (College and University Professional Association) indicates that lecturers at UTC are paid about 78% of the market median. Next year we should have good data regarding adjuncts. 

The B&ES Committee, as well as the administration, acknowledges that this aggregate data from Sibson is only a start to a more thorough investigation of faculty salaries at UTC. Are there good reasons for a quarter of the faculty to be paid below the 85% market median?  If not, how can we raise salaries fairly and effectively given our resources? 

This Spring, the B&ES Committee will examine salary data from CUPA in an effort to look into detail, at both the discipline and individual levels, to determine which faculty are most in need of a salary adjustment. 

Approaches to Faculty Salary Adjustment

There is general agreement that faculty salary adjustments are best addressed in three ways: 1) a cost of living increase for everyone; 2) a compression/equity adjustments to move specific individuals toward market value; and 3) compensation based on merit and performance. For the sake of university-wide morale, it is important to avoid relying on any one of these three methods. 

The administration is committed to performance-based raises. But there are at least two problems to confront. First, many faculty do not have much faith in the fairness of the the EDO process or their department heads to assess performance. Second, the university has often experienced long years without the funds necessary to offer raises of any kind. Every year that goes by without a raise increases the pressure to distribute salary pools with little or no regard for performance. 

To preserve some sort of performance-based raise, the administration has asked the Faculty Senate to establish an ad hoc committee to re-examine the EDO process. Can the EDO document be improved to reflect a wider range of faculty accomplishments and excellence? Should there be some refinement to the EDO document, creating some new level between “meets expectations” and “exceeds expectations”? The ad hoc committee includes the chair of the B&ES committee and faculty from across campus selected by the Faculty Senate President.

Another, surer way to preserve performance-based raises is to ensure that the faculty as a whole get some sort of reliable cost of living increase and/or compression adjustment. If the administration were to pledge, say, a modest $150,000 annually for faculty salary adjustments during the winter, there would be a better atmosphere for the distribution of performance-based raises in the summer. It is understood that compression adjustments would be divorced from merit. It is also understood that compression and equity raises are to be awarded not as a salary percentage but as a whole dollar figure. 

With that in mind, another ad hoc committee, tentatively named the Compensation Analysis Team and chaired by Dan Webb, was recently formed to look in detail at faculty and staff salaries. The team is to propose some some specific recommendation this spring with the idea of presenting them formally to the Board of Trustees in June. We are told, by the way, that the UT Board of Trustees is impressed by the Sibson data and committed to effecting higher salaries among UT faculty.

Recommendations

When the Provost was asked how the B&ES Committee could help, the Provost suggested that it might be useful for the committee to propose a resolution to the Faculty Faculty Senate. This resolution should ask the administration to commit to annual salary adjustments for the faculty, including adjustments that would be separate from merit and performance.  What follows then is a draft of possible resolution:

Resolution Proposal

The Faculty Senate formally recommends that the Provost commit at least 1% of the annual budget for Academic Affairs (currently about $600,000) to faculty raises. Of this 1%, at least $150,000 must be reserved to annually adjust faculty salaries to address issues of salary compression and other inequities. These adjustments are to be made without regard to EDO outcomes and are to be distributed at a time of year, presumably winter, that would set the adjustment apart from performance-based raises. The precise method for distribution is to be determined in close consultation with the Budget and Economic Status Committee and/or the Faculty Senate. 

Note: As of February 2011, the total budget for Academic Affairs was $59,480,454 (http
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